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ABSTRACT

Improving the service provision of the public sedias been the struggle of many
developing countries for the past two decades. dm@iazs also in the same endeavor
where it aims to improve the performance of thelipukervants so as to improve
service delivery in the public sector. It is withig intention that OPRAS was
introduced to the local government authorities, cuhéire one of the major service
provider entities of the government. However, thglementation of OPRAS in
LGAs has been poor. The compliance rate is estonttéoe 51 percent. The main
objective of this study was to investigate the desthindering implementation of
OPRAS in the LGAs in Tanzania. The study employedra@ss sectional survey
design to reach respondents. Structured questi@naad interview were used for
data collection. It involved 50 respondents in Kidoni Municipal Council. The
study findings from the respondents showed tha&t tdknowledge and expertise 43
(85%), employees’ non — compliance 42 (82%), latkmanagement support and
commitment 44 (86%), lack of resources committe(BBPo), lack of feedback on
employees’ performance 40 (79%) caused poor impieatien of OPRAS in LGAs
in Tanzania. It was concluded that enhancing manage and employee
understanding of OPRAS is crucial for ensuring sgstul OPRAS implementation.
The study recommends that, in order to ensuretaféeonplementation of OPRAS,

employees and implementers need to be trainedéafgiementing OPRAS.
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CHAPTER ONE

INTRODUCTION

1.1 Background to the Research Problem

Tanzania has undergone many reforms just afterpegmtbence in 1961 which are
political, economic and administrative. All thesefarms were a result of the
increasing need to respond by the government ttaineneeds of citizens at a
particular time. Also these reforms were effectathva focus to ensure that the
public sector is able to deliver quality, effectiaad efficient public services to the
citizens. From 1961 up to 1966 the state adopteso@alistic approach and
nationalized all major means of the economy (Lutyr8013). These were just a few

notable reforms which were taken by the new inddpenstate.

As the socialist economy failed to deliver the ectpd need of the citizens, civil
service became a source of patronage, nepotismangption. In the late 1980s, the
government of Tanzania attempted to address thestdisis state of the national
economy by breaking with the old socialist modelattempted to redefine the

boundaries of the state and give greater spadetprivate sector.

However, it lacked any effective implementation heusm to address priority
problems of poverty, disease and ignorance. Thégsictor was the expected tool
to fight against these enemies since it was tlongtarm of the government. But the
public sector was ineffective and inefficient whidaused misuse of public
expenditure (Mlay, 2012). Poor performance, ingficy and corruption contributed

to the pressure of reforms in Tanzania (Therkild28®0). Despite employing more



staff than at any time in its history (350,000 89@) no longer had the capacity or
resource to develop and implement new policies. f@ierm of the civil service

became a priority.

By the late 1980’s after a decade of economic declihe government launched the
civil service Reform Program in 1991.However; cigérvice reform program
(CSRP) implementation did not start until 1993, whihe overall objective of
achieving a smaller, affordable, well compensatedfficient and effectively
performing civil service was identified. The progravas supported by several
donors, including UNDP, SIDA, NORAD, DANIDA, USAICEU, Switzerland and
the Netherlands (Lufunyo, 2013). In response te #ituation a number of reforms
were introduced and implemented, first the Civivgges reform programme (CSRP)
which took part from 1991 — 1999 (Lukumai, 2006)deved by the Public Services

Reform Programme (PSRP).

Despite these reforms, the Tanzanian public serga#inued to face numerous
challenges. A civil service reform programme (CSRWas developed and
implemented between 1993 and 1999 to address thHembes. Despite some
notable achievements, the CSRP failed to addredsgons of poor service delivery,
poor productivity in the public service, lower léveof accountability and weak

management systems.

A Public Service Reform Program (PSRP) was intredua 2000 to enhance public
service delivery through the installation of anegrated performance management

system. The Public Services Reform Programme (PSRB)implemented in three



distinct phases. The first phase involves the ilagtan of Performance Management
Systems (PMS) in all Ministries, Departments andeaes, Regions and Local
Government Authorities. The objective of this pha&es to improve accountability,
transparency and resource management for effieleahteffective delivery of quality

services to the public.

Second phase was implemented from 2008 to June.l20XRrust would be
“enhanced performance and accountability,” while third phase was expected to
be implemented from July 2012 to June 2017 andhitgst is envisioned to be
“quality improvement cycles.” The first phase whidok place from 2000 to 2007 is
the most relevant to this research. This phase dhiate‘Instituting Performance

Management System” in this case OPRAS (URT, 2005).

In the course of implementing PMS, the Open Perémte Review and Appraisal
System (OPRAS) have been introduced in all MDAsgi®®al Secretariats and
LGAs to enable proper and more effective use of drumesource. This led to the

abolition of the confidential appraisal system.

OPRAS emphasizes the importance of involving engegyin objectives setting,
implementing, monitoring and review processes, Wwhigromotes individual
accountability, improve transparency and commuitoabetween management and

employees (URT, 2013).

It is thus mandatory for all MDAs, LGAs and Regiaotesintroduce OPRAS and

make it operational. This is backed up by poli@esl laws, whichenforces, among



other things, OPRAS implementation in the publicviee. These are such as the
Public Service Employment Policy (1999), the PulSiervice Act (No.8 of 2002)

and Public Service Regulations (2003) with theieadments.

The Government of Tanzania introduced the use @nCperformance Review and
Appraisal System (OPRAS) in July 2004, through ldsthment of circular No.2 of
2004.0PRAS replaced the Closed Annual Confidenlatformance Appraisal
System which was characterized by absence of fe&dinad poor identification of
the training needs of the employees and made ib$siple to promote performance
and accountability of the public servants (URT, £0Hence, failed to promote

performance improvement and accountability in thblie Service.

With this confidential and closed system there wastransparency, which gave
room to nepotism, poor accountability of publicvsets, favoritism and corruption
hence the public sector was characterized witld figireaucracy, poor management
of resources and political patronage. These chamgeppraising performance of
Public employees are in line with Public Servicd No.8 of 2002,which emphasize
on institutionalization of result oriented managemand meritocratic principles in

the Public Service.

In Tanzania, the Public Sector Reform Programmd&r@®aims at improving public

sector service delivery. It is stated about OPRWA&d the introduction of this system
aims at improving the quality of public services Tanzania. OPRAS seeks to
improve performance through setting individual goaheasuring the achievement of

the goals and providing feedback. The principl©&RAS is that the employees set



targets in consultation with the supervisor. Aker months, the achievements are to
be evaluated and after 12 months the achievemétite past year are evaluated and
the supervisor and employee come to an agreemenherperformance to be

recorded in OPRAS (Songstad, 2012).

Introduction of OPRAS is a key part of the Governitfeecommitment to improve
employee performance and service delivery to tHdi@ult is a key accountability
instrument for individual employees that emphasiee importance of participation,
ownership and transparency through involving emgdsy in objectives setting,
implementing, monitoring and performance reviewprgcess. This way there is
continuous communication between supervisors angay@es, and understanding

on the linkage between organizational and individisgectives (URT, 2013).

1.2 Statement of the Research Problem

For about twenty years, the public sector in Tarmdms been administering
performance appraisal to its employees, first theretive appraisal and now the
open performance review and appraisal system. Tireert appraisal system
procedure was designed to assist both managerssamardinates in planning,
managing and executing organizational goals, whiobld lead to effective service

delivery to the public (Mlay, 2012).

The government made several efforts to introduc®A&% First, it highlighted the
background and context of the drive for performant@nagement in Tanzania.
Second, an attempt was made to illuminate the agprovhich Tanzania had

adopted in order to install and institutionalizpeaformance management culture in



public service institutions. In doing so, it focdsks attention on the strategies as
well as the policy and legal frameworks that neeteede put in place and facilitate
effective performance management in the Ministidepartments Agencies (MDAS)
and Regional secretariats. Thirdly, the governmamalyzed the processes and
mechanisms which have already been installed itigpgbrvice institutions in order

to facilitate effective performance management.

Despite the efforts made to attain a fully impleteenOPRAS, there was still partial
implementation of OPRAS. The rate of implementatignpublic organizations has
been extremely slow, the compliance rate is estécthé be about 51 percent and
where there have been attempts to implement thersysmplementation has been
poor. There is no single government institutionttiean stand out as having

implemented OPRAS successfully (World Bank, 2008).

The Government of Tanzania introduced the operopednce review and appraisal
system (OPRAS) to Public institutions a decade &govever implementation has
fallen short of expectations (Songstad, 2012). fdeo to increase the quality of
service delivery in the public sector in Tanza@®RAS has been implemented, but
implementation has not taken off as expected. (MEA2). Still it is not known
exactly what are the main factors which lead torp@FRAS implementation
especially in the public sector. A number of referimve not been successful in
many developing countries (Tanzania included) wHexth to development failure
and disappointment to the public which are now @éwas a result of inappropriate

policy choices (Mlay, 2012).



OPRAS was introduced in July 2004 and was impleetefdr minimum of three
years all over the country to all central and lcagéncies of the government (URT,
2005). But very little changes can be seen as aosdpto services delivered by the
public sector. The situation in the public sectraimost still the same, too many
procedures, ineffective services delivery and pmgtomer care as opposed to the
intent of the implementing performance appraisatey reforms. Therefore, the
present study sought to investigate on the fadtordering effective implementation

of OPRAS in Local Government Authorities in Tanzani

1.3  Objectives of the Study

1.3.1 General Objective

The main objective of this study was to investigaitethe factors hindering effective
implementation of open performance review and apgraystem in the LGAs with

special attention given to Kinondoni Municipal Caun

1.3.2 Specific Objectives

Specific objectives of the study were:

() To identify factors hindering effective implememntait of OPRAS in Local
Government Authorities in Tanzania.

(i)  To determine worker’s perception towards implemeotaof OPRAS in Local
Government Authorities in Tanzania.

(i) To identify ways to improve OPRAS implementation Liacal Government

Authorities in Tanzania.



1.4  Research questions

This study was guided by the following researchstjoes;

() What are the factors hindering implementation of RBB in Local
Government Authorities in Tanzania?

(i)  What are employees’ perceptions about OPRAS impiéatien in Local
Government Authorities in Tanzania?

(i) What are the ways to improve the OPRAS implememtatin Local

Government Authorities in Tanzania?

1.5  Significance of the Study

The researcher expects that the findings of thislystwould be beneficial to
thegovernment through the President’s office PubBcvice Management as well as
local government authorities. The study also wdddbeneficial to both employees
and managers/head of departments of LGAs in Taazdime findings of the study
can be used by policy makers to formulate an ap@tpstrategy to overcome the

factors that limit the effective implementation@PRAS.

The researcher also expects that findings of tludyswould serve as a source of
empirical literature for future researchers who ttarconduct studies on the issue of
open performance review and appraisal system (ORRAShermore, the study is
expected to add value to the existing knowledgenguiementation of OPRAS in
government institutions in Tanzania in general.ocAlsuccessful completion of the
study will enable the researcher to partially futhe requirements for the award of a
Master Degree of Human Resources Management offgréide Open University of

Tanzania.



1.6 Organization of this Dissertation

This dissertation iscomposed of five chapters. fils¢ chapter is the introduction,
which covers the important aspects of the studi stsscbackground of the study, the
statement of problem, objectives of the study asskarch questions. The chapter
also includes the significance of the study. Theosd chapter covers the literature
review on OPRAS, which includes conceptual defoms, theoretical literature
review, empirical literature review, research gapsl conceptual framework. The
third chapter is the research methodology; it hgitits the methodological aspects
employed in this study such as overview, reseappncach, research design, area of
the research/study, sampling design and procedweesables and measurement
procedures, methods of data collection, data psigsand analysis. Chapter Four
present the study findings with an attempt of amswethe research questions,
which are discussed in chapter one. The discusditre findings is mainly based on
the qualitative approach in an attempt to link datéghe theory. Chapter Five gives

Summary, Conclusions, Recommendations and Furtisearch areas.
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CHAPTER TWO

LITERATURE REVIEW

2.1 Brief Overview

This chapter intends to establish a foundation frarhich the researcher’s
knowledge and inquiry mind to conduct the study ér@sinated. It is the explanation
of what other studies found to be the factors himgeimplementation of OPRAS in
Local Government Authorities. This part covers thbowing areas of the study:
The first part presents theoretical review of thelg. The second part explores the
empirical literature review of the study. The thpart provides a literature gaps to be
covered by the study. The fourth part provides epheal framework which will

guide this study.

2.2 Conceptualization of Key Concepts
This subsection provides definitions of key conseqpich as OPRAS, Performance

Management (PM), Performance Management System YRNtSReform.

2.2.1 Open Performance Review and Appraisal System

The Open Performance Review and Appraisal SysteRRES) is an open, formal,
and systematic procedure designed to assist botblogers and employees in
planning, managing, evaluating and realizing penfonice improvement in the

organization with the aim of achieving organizatibgoals (URT, 2013

2.2.2 Performance Management
Performance Management can be defined as a systepratess for improving

organizational performance by developing the pen@orce of individuals and teams.
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It is a means of getting better results from thgaaization, teams and individuals by
understanding and managing performance within aeealgframework of planned
goals, standards and competence requirements (Amgst 2006). Performance
Management is defined as an integrated process dbasolidates goalsetting,
employee development, performance appraisal an@rdéwg performance into a

single common system (Agarwala, 2010).

The aim of performance management is to ensure ehgiloyee performance
supportsthe strategic goals of the organizationusThperformance management
includespractices through which managers (supériwmsk with their employees
(subordinates)to define the goals of the lattevet® employee capabilities through
training, measureand review employee performanaeder to reward performance,

all with ultimate aimof contributing to organizatial success.

2.2.3 Performance Management System

A PMS is a system that covers all aspects of pedoce that are relevant for
theexistence of an organization as a whole”. TheSRllould provide management
with aninsight into “how well the organization ignorming its tasks and to what
extent theorganizational objectives are achievaghf#ala, 2010). This can involve
motivating, monitoring, controlling and rewardingiployees for attaining desired

outcomes.

2.2.4 Reform
Reform refers to making changes for improvememating a change for the better,

as a result of correcting the latter situationtie context of the research, Public
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service reform will therefore relate to improviniget public sector operations by
correction of errors or defects in the public seevio create better public service

operations in the country (Lufunyo, 2013).

2.3  Theoretical Literature Review

The concept of performance management can be uaddrdy using the theory
ofmotivation. There are several motivational thesrin the literature: Maslow’s
needsHierarchy theory, Herzberg's two factors themrd goal setting theory. All
these theories, the goal setting theory fits thdopmance management as well as

performance management system concepts best.

This is because performance standards are antdcsitleations in the employee’s
workenvironment. Goals are performance levels windividuals and organizations
have agreed upon as performance standards. Thaytrshow that properly

conceived goals trigger a motivational processithatoves performance.

2.3.1 Maslow’s needs hierarchy theory

Abraham Maslow's Hierarchy of Needs Theory is orfetle first theories of
motivation. It was first presented in 1943 in DrbrAham Maslow’s article “A
Theory of Human Motivation” in Psychological revieand was further expanded in
his book “Toward a Psychology of Being” Maslowettito formulate a needs based
framework of human motivation. The basis of Abraidaslow’s hierarchy of needs
theory is that people are motivated by needs #ratim unsatisfied, and that certain
lower factors have to be satisfied in order forhieig needs to be recognized as

unfulfiled. Maslow presented five sets of humaned® that drive human
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behaviour.According to Maslow, physiological needls the things we require for
survival, like food, clothing, shelter and sleefheTnext level is of safety needs,
which are necessary for physical and emotional riégcurhrough job security,
health insurance, retirement benefits and safe mwgrnvironments, these needs are
satisfied. Moving up to the third level is the sdaeed, where people seek for love,

affection and belonging.

Relationship in the work environment and in theinfal organization, as well as in
social networks with family and friends outside tirganization are good examples
of social needs. Next level is the esteem need,revivee urge for respect,
recognition, accomplishment and worth. The managermman fulfill such needs by
matching the skill and ability of the employee ke fob, by showing workers that
their work is appreciated. Finally, the self —uatization needs, which are the
desires to grow and develop up to ones fullestrjiaie These needs have been
organized into hierarchy of relative dominance adicw to their appearance in

human life (Maslow, 1943). However, this theory sloet fit into this study.

2.3.2 Herzberg's Two Factor Theory

Herzberg published the two — factor theory of wortivation in 1959. The theory

was highly controversial at the time it was pul#dh claims to be the most
replicated study in this area, and provided theaflation for numerous other theories
and frameworks in human resource development (leegzli987). The theory states
that job satisfaction and dissatisfaction are affig@dy two different sets of factors.
Therefore, satisfaction and dissatisfaction canhet measured on the same

continuum.The two — factor theory of job satisfantwas the result of a five year
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research program on job attitudes initiated by angfrom the Buhl Foundation.
There was an urgent need at the time for more atiérbinsight about the attitudes
of people towards their jobs due to the prevalesfcpb dissatisfaction indicators
such as strikes, slow downs, and filing of grie\esgtelerzberg et al,1957) However,

this theory does not fit into this study.

2.3.3 Goal Setting Theory

Edwin Locke and Gary (1990) published “A Theory @Gbal Setting and Task
Performance” in which they identified five prinagsl that were important in setting
goals that will motivate others. These principlese: aClarity, Challenge,

Commitment, Feedback and Task complexity.

In order for goals to be effective, they need tabeeed upon. The goal should be in
line with the general, established expectationsyba have had for the employee in
the past. The employee and employer must both fmenitbed to using the resources
needed to complete the goal and should also agreehat the reward will be.Goal
setting is not going to be effective if there ist ram opportunity for feedback.

Feedback is a chance to correct or clarify befoeegbal has been reached.

Ideally, feedback is a type of progress reportihgives the supervisor the chance to
clarify expectations and to adjust the level ofidifity of the goal if it seems it's too
hard or too easy. For the employee, it offers anchdo make sure they are meeting
their supervisor’s expectations and to get recagmifior what they have achieved up
to this point. When the goal has been reached, canu also conduct a formal

feedback session so that you can discuss what welitand what could use
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improvement in the future.The final principle indk® and Latham’s goal setting
theory is related to the level of complexity of thssigned task. When a role is
complex or highly technical, the person in thaerisl often already highly motivated

or else they wouldn’t have reached that level @irtbrganization.

However, even the most motivated person can becisgeuraged if the complexity
of the task and the time it would take to completgasn’t fully understood.In goal
setting, there is one method that has stood th@tdsne. Although there have been
variations to what the acronym SMART stands forrdwae, the main definition of a
SMART goal is one that is; S — Specific,M — Meablga A — Attainable,R -
Realistic and T — Timely. The goal setting theatg bn this study as | elaborated

above.

2.4 Empirical Literature Review

In spite of the economic and political reforms aoluced by the Government, the
Public service of Tanzania continued to face numerchallenges. These included
massive growth and huge structures in terms of mwmdf institutions and
employees; unmotivated public servants; poor sendelivery to citizens, low
accountability and poor performance in most ofghblic service institutions (URT,
2011).To address the above challenges; the perfar@n@anagement systems(PMS)
was installed to all MDAs, LGAs, Regions havingpilace predictable, effective and
efficient systems for planning, implementation, marng, evaluation and reporting
in the public services of Tanzania. The overalkecbyes of these interventions were

to:
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(i)  Provide quality public service to the public

(i)  Improve performance of public service institutions
(i) Improve accountability and responsiveness

(iv) Ensure effective and efficient use of public resesr

(v) Provide standards for providing comparisons andclarking within the
public service institutions in Tanzania as well ather public service

institutions across the world for continuous imgment.

A study by Baird (201 Performance Management System Effectiveness in
Australian Local government examined the associabetween organizational and
cultural factors, and the effectiveness of PMShwAIMS effectiveness assessed in

respect to the extent to which 17 desired outcamh®MS had been achieved.

It further evaluates the effectiveness of PMS ie #ustralian local government.
From this study, the author found that the perferceamanagement systems of
Australian local councils are only moderately efifee in relation to performance
related outcomes and less effective in relatiorthtd achievement of staff related
outcomes. The effectiveness of PMSs was higherldayer sized councils.The
findings suggest that PMSs are not as effectivihes could be in achieving desired

organizational outcomes.

An effective PMS is dependent on executives andagers having the knowledge,
ability and willingness to use the system corre(@pamberlain, 2011).A number of

studies have found a positive relationship betwesning and the effectiveness of a
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PMS. Without relevant training, managers may pge¢ghe PMS measures as less

than useful.

The study findings also suggest that staff willrhere likely to work towards the
achievement of organizational objectives if theg selinkage of performance to
rewards. It is also apparent that if organizatiaresto address staff needs they could
provide adequate training, both in the design anglementation of PMS. It is
equally important that an effective performance aggment system requires that

managers are familiar with the system and aretald@ply it (Chamberlain, 2011).

Finally, there is scope for local government manage work towards developing a
more outcomes oriented culture, by focusing moreresults and having higher
expectations for performance. Given the substamtidrnational interest in the
impact of public sector reforms, and the effectagnof performance management
practices.The findings suggest that PMS are notfestive as they could be in

achieving desired organizational outcomes.

Finally, the study also provided a preliminary gigi into the specific factors
associated with the effectiveness of the PMSs rfwaller and larger sized councils.
For instance, the link of performance to rewardss wassociated with both
performance and staff related outcomes but onlyHfersmaller councils. Hence, the
motivation of staff appears to be particularly valet for smaller sized councils, and
less relevant for larger sized councils.A studySmongstad et al (2012) Assessing
Performance Enhancing Tools: experiences with operformance review and

appraisal system (OPRAS) and expectations towagsient for performance (P4P)
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in the public health sector in Tanzania.This stuatydresses health worker’s
experiences with OPRAS, expectations towards P4Phaw lessons learned from
OPRAS can assist in the implementation of P4P. @reader aim was to generate

knowledge on health workers’ motivation in low -@nge contexts.

A qualitative study design has been employed toitetiata on health worker
motivation at a general level and in relation toR2S and P4P in particular. Focus
group discussions (FGDs) and in —depth intervid®$sj have been conducted with
nursing staff, clinicians and administrators in blic health sector in a rural

district in Tanzania.

The study found a general reluctance towards OP&ABealth workers did not see
OPRAS as leading to financial gains nor did it pdevfeedback on performance.
Great expectations were expressed towards P4Podi® prospects of topping up
salaries, but the links between the two performamedancing tools were
unclear.The study findings also indicated that OBRIdes not work as intended due
to its modalities of measuring performance, therpmplementation of the feedback
mechanism and health workers’ experience of noihgeany tangible benefits of

OPRAS.

A study by Songstad et al. (2012) exploring the liappility of the open

performance review and appraisal system (OPRA#)arhealth sector in Tanzania.
This study has addressed health workers’ expersemcth the open performance
review and appraisal system (OPRAS) in use in th#ip sector in Tanzania. This

study has found serious challenges in the impleatiemt of OPRAS and health
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workers express much reluctance in complying wiBRAS. One reason is the low
acceptability of OPRAS; in particular health worKeexpressed skepticism towards
using numerical targets in terms of number of pasieattended as an indicator of
performance. Another reason concerns feasibilityaof advanced performance

appraisal tool in a setting characterized by carsible resource deficits.

The study has also found that health workers ategiven the intended feedback
related to the work targets, and that health warlsee very few tangible benefits of
complying with OPRAS. This system could potentidilyan important void in the
human resource management in the public sectoamzdnia as this study has found
that recognition of performance carries a huge i@k in motivating health
workers.A study by Mlay (20)2Institutionalization challenges of performance
appraisal in Tanzanian Local Government Authorjtiadempted to assess the
challenges of instituting PAS in the local authest focusing on two LGA’s namely

Arusha city council and Arusha District Council.

The study was qualitative and data was obtainedugir in — depth interview,
focused group discussion, observation and documemnéaiew. Generally, it was
found that there is very low institutionalizatiori BAS in LGAs due to some
cultural, organizational and political factors. Timedings have shown no significant
differences between the two LGAs and that the pus#rvants in these councils have
inadequate knowledge on the purpose and proce$$®&Ss) leading to a disregard
of performance as criteria during administrativeisien making. The findings also

show a lack of commitment from the implementers ansufficient financial
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resources to facilitate the institutionalizationRAS.A study by Massawe (2009) on
the effectiveness of open performance review amlaggal system (OPRAS) in the
Executive Agencies; the case of the National burdastatistics, aimed at assessing
the effectiveness of OPRAS in the executive agenaie Tanzania. The study
revealed that there is moderate effective of OPRASBS. The possible cause for
non-compliance or poor compliance to OPRAS impldat@n is due to lack of

training on how to fill in the OPRAS Forms.

The second factor may be due to lack of effectiveniboring and evaluation
mechanism for OPRAS implementation process.Theysalso revealed that, the
organization did not put in place an action plantfaining its staff at all levels on
the importance and how to fill in the OPRAS Fornme Btudy revealed further that,
the organization lacked an effective mechanismnfionitoring implementation of
OPRAS.A study by Mwanaamani (2013) on challengeadwmhinistering OPRAS in
District councils in Tanzania. The case of Lushdistrict council. The study aimed

at investigating the challenges of administerindR®B in Districts councils.

The study findings revealed that the employees G8&RAS as good but its
implementation needs some improvement to meetxpected goals. The challenges
identified were setting unrealistic budget to méetrequired resources for the whole
process. Budgetary leads to other challenges suutdck of integration between the
supervisor and subordinate objectives on one haddhat of the organization on the
other.Lack of support from the supervisor and latkraining also minimizes the

efficiency of the OPRAS process.
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2.5 Research Gaps

Despite the fact that extensive research has beee ¢h the area related to
effectivenessand adoption ofOpen Performance Rewaed Appraisal System
(OPRAS), there are some gaps left which need furitnestigation. As for all
literature reviewed above the gap observed wasnbaé of the researcher used a
cross section quantitative approach. All studiesvalin the literature reviewed used
qualitative methodology but this study used bothalidative and quantitative cross
section approach to conduct the study thus motigathe researcher to use the

quantitative design to describe its worth to thuelgt

The second gap was that, despite of studies dofagsawe, 2009; Songstad, 2012
and Mlay, 2012) concerning OPRAS and most of theme up with realistic
findings regarding effectiveness, adoption, insittalization and challenges of
OPRAS implementation in Tanzania. However little &nown on factors hindering
implementation of OPRAS in LGAs in Tanzania. Furthere the studies were
conducted a few years ago while the government afzéinia has made several
improvements relating to OPRAS.Also the study teestigate on factors hindering
effective implementation of OPRAS has never beenduooted in Kinondoni

municipal council. Therefore a gap for scientifiady was evident.

Baird (2012) researched on the performance managesystem in Australian local
government councils. His research study addressedeffectiveness of PMS in
enhancing performance of local government counicilsAustralia. His findings

revealed that PMSs of Australia local councils ardy moderately effective in
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relation to performance related outcomes and |dBsctive in relation to the

achievement of staff related outcomes.

2.6 Conceptual Framework

Strategic plan in
place linked to
individual

objectives

A 4

A 4

Soor Improved
seryice _ Poor . Z:i\\I/IZrey in
delivery in implementatio y / Effective public
public n of OPRAS —{ impleme institutions
institutions ntation INSHLE

of
OPRAS

Ways to improve implementation of
OPRAS

= Training on OPRAS

= Allocation of resources for OPRAS
implementation

= Management support & commitment

= Linking OPRAS performance results
with promotion, salary increment,
transfer, incentives, rewards &
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= Provide regular feedback on
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= Supportive Policies & legal

framework
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Lack of management support &
commitment
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Lack of feedback on

performance

Figure 2.1: Conceptual Framework
Source: Field Data (2014)
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The results of this study cannot be applied in &are due to political, economic,
social, environmental as well as technological aigi@s. This encouraged the
researcher to conduct a similar study by focusingviunicipal council setting and
reflecting the Tanzania environment. Therefores gtudy intends to fill the gaps left
by the previous researchers as reviewed in diffdiemature review. Further study
was to investigate on factors hindering effectiveplementation of OPRAS is
required and slow uptake of OPRAS as well as engwnforcement mechanism so

as to address the problem may be taken as a change.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

This chapter explains how the study findings wesewed; it describes the area of
the study, study population, research paradignréisearch design, the sampling
frame, the sample size, sampling design and preoesdisampling techniques,
variables and measurement procedures, the methiodata collection and data

processing and analysis.

3.2 Research Paradigm

According to (Kothari, 2004) a research paradigrdeined as a shared world or a
set of assumptions on understanding reality or show things work. The research
paradigm of the study is built upon the positiviparadigm in order to generate
knowledge in which facts are predicted and explhirn the basis of their
relationship. The positivist paradigm was assumecelp the researcher to be
independent in the sense of not being affectedebgarch subject and to give a room
to a researcher to quantitatively describe thesfantl information obtained from the
respondents. Following to the paradigm, this redseamployedboth qualitative and
guantitative methodology, which gave the researemeopportunity to listen to the
respondents on issues, opinion, behavior and dg¢tu towards OPRAS

implementation and get a clear picture of the event

3.2.1 Research Approach
The researcher adopted induction approach. Thiystidopted goal setting theory

which had been already established by Edwin Locke@Gary (1990).The qualitative
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approach has dominated this study and was suppbstequantitative approach

which was used to measure numerical data.

3.2.2 Research Design

According to (Kothari 2004), described a researebigh as a clear specification of
what is being studied and determination of the st to accomplish it. Therefore,
a research design is a blue print or a plan foaiaobtg information to achieve the
research objectives and goals. A research despyesents a plan of how particular
study should be conducted. It is concerned with tifpe of data that will be
conducted and the means used to obtain them. Fontihe, the research design is
also a conceptual structure within which reseachconducted and constitutes
methodologies for data collection, measurementaralysis of variables. The best
research design therefore is the one that uses ebthe methods and techniques,

which are relevant, suitable and not bias.

This study was undertaken using a cross — sectguraey research design to obtain
information on employees and management’'s undefstgnand perception on
OPRAS implementation. A cross — sectional survey walected for this study
because it was carried out at one time point or avehort period and was easy to
undertake compared to longitudinal survey and #silt from the sample can be

inferred to the larger population.

3.2.3 Research Strategies
The researcher employed the survey strategy. Questire and interview were used

as the main tools for primary data collection. Avey study approach was adopted
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using both qualitative and quantitative methodscédlect data. Qualitative data
allowed the triangulation of data. Quantitative adaivas collected through
questionnaires and the Likert scale was used tsunedhe answers. Data collected
were analyzed quantitatively using statistical ek for social sciences (SPSS
version 16.0). The computed data was analyzed uksgriptive statistics. The data

was presented in frequency tables, bar graphsienchprts.

3.2.4 Research Timeline

The researcher would take into account the timerasdurce limitations, that would
face the researcher. The researcher applied a $eotisnal survey design because it
was carried out at one time point or over a sheriog and was easy to undertake
compared to longitudinal survey and it helped tonplete the study within the

specified time limit.

3.3 Description of the Area of Study
The study was conducted inKinondoni Municipal cayno Dar es Salaam region.
A choice of this LGA was on the basis of a varietyeasons including being one of

LGAs in Tanzania which has started implementing @BR

3.3.1 Overview of Local Government Authorities inTanzania

The local governments are entities which only aithiw legal boundaries drawn by
theconstitution and the power delegated to it by ¢tentral government through
legislation.In 1980’s there was re —establishmémti@l and urban authorities and in
1995 major change took place in the public se¢tarugh the Public Sector Reform

Programme (PSRP), which also included the Locakgowent reform programme
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(LGRP).The LGRP aimed at decentralizing the govemm functions,
responsibilities and resources to the local govemtmauthorities (LGA’s) and
strengthen the capacity of local authorities (MIa@12). The reform in the local
authorities was initiated in 1996 by the publicatiof local government reform

agenda and in the government policy paper for laa#torities.

The reform agenda states that the efficiency, i and capacity of the local
authorities in delivering services to the publidlwe the reason of existence for the
devolution of functions, resources and authorignfrthe central government.Phase
two of LGRP has already been implemented, the fitsise was from 2000 to
2004and the second phase was from 2006/2007 tdZINBoth phases aimed at
improvingperformance, creating relevant instituéibn structures, improving
transparency andcommunication between managenmaptpgees and stakeholders
and establishingpriorities for effective and effigi allocation of resources (URT,

2010). The third phase was designed to begin i1/20012 to 2015/2016.

The Tanzanian constitution acknowledges that thingy objective of the
government“is the welfare of the people in whiclsiiccountable to and that people
must participatein the affairs of their governmeintfurther stipulates that local
government authorities should be established im eagion, district and village of
the United Republic of Tanzania”. It is by this thhe establishment of Local
Government Authorities is legallybased on. The mpurpose of having local
government authorities is “to transfer authoritythe people” according to article
146 (1) of the constitution of United republic ofrfizania of 1977. The local

government authorities are under the jurisdictidntlee Ministry of Regional
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Administration and Local Government which was fodme 1998. Currently there
are 106 district councils, 22 urban councils ardti®s councils (URT, 2010).There
are two types of local authorities in Tanzania, rilm@l authorities usually referredto
as district councils and the urban authorities,cwhinclude the municipal, town

andcity councils.

3.3.2 Kinondoni Municipal Council

The Kinondoni Municipal Council was established time year 2000, by the
governmentnotice no.4 which was issued by the &eass office, regional
administration and localgovernment .The council wsimblished as an autonomous
body, a move that is part ofthe ongoing local goweent reforms in the country. The
Kinondoni Municipal Councilis one of the three meipalities within the city of Dar
es Salaam in Tanzania. Kinondoni Municipality besdéhe Indian Ocean, on the
North East, to the South llala Municipality; BagaradDistrict is to the North and

Kibaha district to the west.

According to the 2012 census, Kinondoni Municipaliis a population of 1,800,000
people with a growth rate of 5%. The municipalityvers an area of 531 square
kilometres, with a population density estimate@@&1 persons per square kilometer.
The municipality experiences a modified type of &qual climate. It is generally
hot and humid throughout the year. The hottestoseas from October to March

while it is relatively cool between May and August.

There are two rain season; short rains from OctébeDecember and long rains

between March and May.Kinondoni Municipal Counashfour divisions namely,
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Magomeni, Kinondoni, Kibamba and Kawe. The Munitigaverning body is the

Full council which comprises 56 councillors.

3.4  Study Population
A population consists of a collection of individsialnits, which may be persons,
objects or experimental outcomes, whose charatitsrigre to be studied (Kothari,

2004). The study population was all employees oAE@ Tanzania.

3.4.1 Sampling Frame

According to (Kothari, 2004) a sampling frame isairce material or device from
which a sample is drawn. Therefore, it is a lisabfthose within a population who
can be sampled or a set of information used totiyea sample population for
statistical treatment such as individuals or inshs. The sampling frame was

drawn from 8,470 employees of Kinondoni Municipabacil.

3.5  The Sample Size and Sampling Procedures
The sample size for this study was 50 responddmésSize of the sample was

obtained through purposive sampling and randontypéiag.

Table 3.1: Category of Respondents and their Number

Category of respondents Number Sample size
Heads of departments 7 7
Senior Managers 6 6
Supervisors 10 10
Municipal Engineers 3 3
Municipal Human Resources Officers 5 5
Subordinate/Junior staff 19 19
Total 50 50

Source: respondent categorization by the resea(2b&d)
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Head of departments, Senior Managers and supeswsere purposely selected on
the criteria that these are staff who were direatlyponsible for implementation of

OPRAS while subordinate staff were chosen randdiylysing lottery method.

3.5.1 Sampling Techniques

According to (Kothari, 2004), a sampling techniqeders to the main types of
sampling strategy as adopted by the researcheedidled on a research study point,
line and area method. The researcher used purpsaimgling and simple random
sampling techniques for this study. Purposive saigphlso known as judgmental
sampling, because the decision with regard to whklement should be included or

excluded in the sample rests on the researcheltgrent and intuition.

The major criterion for including a person in saenf possession of expertise or
experience about the problem under investigatiomp® random sampling is a
probability sampling whereby all members in the ydapon have equal chance of
being selected to form a sample. Using simple randampling involves selecting

the sample at random from the sampling frame witheplacement.

3.6  Variables and Measurement Procedures

According to (Fisher, 2010 and Kothari, 2004), @egrch variable has been

described as any entity that can take on diffevahies which can be considered as
variables for example age, gender, treatment aodr@gm. Variables are always

guantitative or numerical. This study employed waoiables which were adopted by

the researcher, the dependent and the independeables so as to provide a room

to the researcher to use the variable agreemefveofattributes when developing
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standardized research questionnaires. For instatrcangly disagree, disagree,
neutral, agree, strongly agree, to enable responesily and timely respond to

questionnaires in unbiased approach.

3.6.1 Dependent Variable

According to (Saunders, 2007 and Kothari, 2004xcdbed the term dependent
variable as what is manipulated by the dependeriabMa. Under this study the
researcher employed OPRAS implementation as thiy stapendent variable. It is
called dependent because it depends on indeperdegables. Implementation of
OPRAS follows a series of interlinked processeg ties roots from the annual
planning process and ends with the feedback onahrowerall performance (URT,

2013).

3.6.2 Independent Variable

According to (Saunders, 2007 and Kothari, 2004),tdrm independent variable has
been described as what you manipulate or whattigally manipulated. Under this
study, the researcher has used lack of knowledg®PRAS,lack of management
support and commitment,lack of resources, employres — compliance with
OPRAS,organization, cultureand political interfexenas the study independent

variables.

3.7 Methods of Data Collection
According to (Fisher, 2010; Kothari, 2004 and Sared2007) described the term
data collection methods asquantitative and qualgaFurthermore the quantitative

technigue was assumed to allow the researcheratiststally describe the study



32

findings using likert scales to link behaviours lwthe research questions in study
evaluation. Therefore, in this study the researalssd two main methods of data

collection. These were structured questionnairesierviews.

3.7.1 Structured Survey Questionnaires

According to (Saunders, 2007),structured survestijpienaires are set of questions
asked are precisely decide in advance and clostdustion with possible answers
to choose. It is a schedule of questions in whaspondents fill in answers. This
study used closed ended questionnaire and wereadwliihistered because the
respondents could read and write. Field editingcarinpleted questionnaires and
follow — up visits were conducted by the researtchensure that all questions were
answered and that responses were consistent leégriestionnaires were collected
finally. In order to avoid non — responses, | pdad 55 questionnaires, 4
guestionnaires were not returned, 1 questionnaazhalf filled, so was not included

in the analysis of data.

3.7.2 Interview

Interview is a technique for soliciting informatievhich commonly involves face to

face conversation between the interviewer andrtexviewee (Kothari, 2004). This

iIs the technique of data collection that involvesespntation of oral verbal

inducements and obtaining replies from the respotsdeAn interview guide was

prepared and set of questions were set to helpexfie inner most required data.l
conducted interviews from 92to 26" September 2014. | had two kinds of
interviews for two groups (heads of departments thedmiddle cadre). | conducted

face-to-face interview with the heads of departmeonsidering their vital role they
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play in the implementation of open performanceeaevand appraisal system, which
lasted from 30 minutes to one hour. Face to famairews were used to get detailed
information from respondents about their viewsnapis and perspectives regarding
the challenges of implementation of OPRAS at Kirmmdnunicipal council. This

method was used in order to in depth responses.

The interview aimed to get the information, whi@noot be obtained by the use of
questionnaires. | used open — ended format to therinterview questions and the
interviews were “semi structured, which enabled tm@robe for relevant answers,
such questions as: how often do they interact thi¢lir subordinates? How often do

they sit with their supervisor to set their perfamoe objectives?

How many times have they attended courses, trainitlg the regards to OPRAS?
The interviewee answers were very important to bakk to the research questions
and the study variables. The interviewdata wererdex on notebook and interview
note was typed for analysis. These methods aboeeidad both qualitative and

quantitative data on factors hindering implementatf OPRAS.

3.7.3 Data Collection Procedures

3.7.3.1 Primary Data Collection

The primary data are data which are collected afegsl for the first time and thus
happen to be original in character (Kothari, 200d¢y include opinion of the people
who are interviewed.The questionnaire was usetiesin tool for data collection.
The self-administered questionnaires were admmgidte to heads of

departments/managers/supervisors who appraise dHerppance of subordinates
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and subordinate themselves. The questions were elosnded in order to permit

vivid comparison of responses.

3.7.3.2 Secondary Data Collection

Secondary data is the data that would be colleftted different secondary sources
and then critically analyze the collected data witie aim to form theoretical
framework for the entire research. In the coursethi$ research the researcher
conducted the secondary data from various acadgmuimals, articles, books,
appraisal reports and human resources performapoets of Kinondoni Municipal

council workers.

3.8 Data Processing and Analysis Technique

According to (Kothari, 2004) data analysis meaiasitforming raw data collected
from the field so as to obtain meaningful inforratito meet the objectives of the
current study. Under this study data were analyasihg descriptive statistics
technigue basing on objectives and the researc$tiqus of the study.The researcher
interpreted the data in accordance to the qualitprguments made rather than
quantity of the respondents with the same opinAite: completion of the
fieldwork, questionnaires were given serial numlie®re data entry. This consisted

of field editing and data entry. It was to elima&trrors such as double answers.

Data was cleaned and coded for entry. Quantitatata were entered and analyzed
bythe use of descriptive statistics technique \thth help of Statistical Packages for
Social Sciences (SPSS) version 16.0.The statistscriptive method was used to

elaborate data and make them more explicit and rata®l basing on descriptive
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content analysis. The data were analyzed and pgeabstatistically using frequency,

percentage, tables, pie charts and bar charts.

3.9  Validity and Reliability

According to (Kothari, 2004) validity indicates tldegree to which an instrument
measures what it is supposed to measure. Valiglithg extent to which differences

found with a measuring instrument reflect true etdihces among those tested.
Validity is more concerned with the measuremerthefdata and the integrity of the

conclusion reached in the research. Therefore itsalieifers to the truth, authenticity

and relevancy of data.

In this study, validity was taken into consideratio For example, because the
questionnaire was constructed by the researcherstdesigned on the basis of the
researcher’s needs in relation to the study topitso brings advantages in the sense
that it measures exactly what the researcher isteiod measure.According to
(Kothari, 2004) reliability is an estimate of thecaracy and internal consistency of a
measurement instrument.In this study data wereegathby the same interviewer
and this naturally leads to consistency issues.refbee reliability refers to the
stability of the measure used to study the relatiggs between variables. The
questions in the questionnaire were designed takitgy consideration the issues
related to the problem and goals of the study dmbries on the subject. It is
therefore believed that the responses and reswlis this study are reliable. The
researcher attempted to achieve high validity aglbility by ensuring that the

views and arguments advanced by the respondenéseumeate and consistency.
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3.10 Ethical Consideration

The study considered ethical principles of concdhgcta social science research.
Consent was given by the Kinondoni Municipal CounBirector for the
questionnaires to be distributed to the respondé&ash respondent was made fully
aware of the nature and purpose of the researchihandheir anonymity would be
ensured. Permission was sought from the particgp@efore the conduct of the

study. Some of ethical issues considered in thidystvere obtaining respondents

consent, voluntary participation, guarantee forfickemtiality and anonymity.

I introduced myself with an introductory letter thaot from the Faculty of Business
Management of the Open University of Tanzaniaangr@gl letter was received
from Kinondoni municipal council management beftiile commencement of the
research. This helped me to get access to themiatoyn and respondents needed for

the study.
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CHAPTER FOUR

RESEARCH FINDINGS, ANALYSIS AND DISCUSSION

4.1 Introduction

Thischapter presents research findings and dismusss per the objective of the
study as explained in chapter one. The informagimesented in this chapter relied
heavily on questionnaire and key informant intemge Quantitative data were
analyzed using SPSS and Microsoft excel spreadt.slreenost cases descriptive
statistics were derived shown in frequencies andgmages. Since numbers from
quantitative information by themselves do not gadgequate meaning, qualitative
information which is relevant to the issue beingdstd was used to supplement
them. In this research content analysis was ugeithéoqualitative data, where theory
was compared to practice. Direct quotations werd us show what respondents

said about the issue being analyzed, thereby stipgadhe statistical information.

4.2 Data Presentation

This section aims at discussing the respondentdil@ito enable the study establish
the extent of judgment one might have in the aréahe study. Among the
researched respondents’ characteristic include egeragdie, designation level of the
respondents and academic qualifications of eagioretent as well as awareness on

OPRAS implementation in Kinondoni municipal council

4.2.1 Statistical Description of the Respondents
The study was aimed to investigate factors hindegffective implementation of

OPRAS in the LGAs in Tanzania with special attemtigiven to Kinondoni
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Municipal Council in Dar es Salaam region. To aehithis, the researcher requested
permission from Kinondoni Municipal council authgrito be permitted to have
access to data collection from the respondentsré$earcher was allowed to collect
data through distribution of questionnaires and dooted interview with the

respondents.

4.2.2 Distribution of Respondents by Gender

The research wanted to know gender distributiomespondents in order to know
gender balance of the municipal council’s employdée pie chart below presents
gender distribution of the sample for this resea2&h(55%) of the respondents were
females and 22 (45%) of respondents were males.iltontrary to socio — cultural

issues in Tanzania where males are favoured inaymmant.

Emale ®female =

0%

Figure 4.1: Respondents by Gender
Source: Field Data (2014)
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The total number of all respondents was 50, whdouded staff working in the
different departments, sections and units at Kimomn&/unicipal Council. Figure 4.1
above indicates the statistical data of the gewdléhe respondents in frequencies
and percentages. The paramount reason of inclutiagrariable is to get different

responses from different sex/gender.

4.2.3 Respondents by Age

Age of the respondents was considered to be impuiosfdne study revealed that the
age distribution of the respondents favoured tloeighbetween 31 — 40 years which
comprised 18 (35%) of the total respondents. Thdysfindings statistics implies
that the selected municipal council preferred the group between 31 — 40 years.
The assumption behind their preference was thatioy@g their human resources
under the contract of permanent and pensionablend®nt and pensionable allows
employees to feel their employments are securedreftre, employees did not see

any needs of quitting their jobs.

®21-30 ®31-40 w4150 m51+ m 0%

Figure 4.2: Respondents by Age

Source: Field Data (2014)
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4.2.4 Distribution of Respondents by Designation hel

Respondents were asked to state their designagiaeisl in order to measure their
level of understanding OPRAS. The study statistiodicate that heads of
departments 7 (14%), Senior Managers 6 (12%) Sigmert0 (19%) Junior staff 5

(10%) others 23(45%).

B Head of department M Senior manager M Supervisor M Junior staff MWother ®

Figure 4.3: Respondents by Age

Source: Field Data (2014)

4.2.5 Distribution of the Respondents by AcademiQualifications

Academic qualification was considered as an importaattribute when
investigatingfactors hindering implementation of RS in Kinondoni municipal
council. This wasbecause, education was assumedvi a crucial role in enabling

respondents tounderstand different questions onA3HRIplementation.

Also education was the most important charactesgtiat might affect the person’s
attitudes and the way of looking and understanaing particular phenomena. The

study found that 1(2%)of the respondents had ordileael of education, 8 (16%) of
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respondents hadcertificate, 9 (18%) had qualificeti diploma, 22 (43%) of
respondents had bachelors’ degree, 10 (20%) obnelgmts had a master degree,
1(2%) had PhD qualification. Therefore, this staiss implies that Kinondoni

municipal council preferred graduates employees.

B Ordinary level B Certificate @ Diploma W University Degree M Masters Degree B PhD B

2% 0% 4

Figure 4.4: Academic Qualifications of the Respondgs

Source: Field Data (2014)

4.2.6 Knowledge on the use of OPRAS in Kinondoni dhicipal Council

The findings from the respondents showed that S8a¥%e a little bit knowledge on
the use of OPRAS, 33% have adequate knowledgeeonsth of OPRAS, 6% of the
respondents do not have any knowledge at all onutieeof OPRAS, 2% of the
respondents are not sure whether they have knowledgnot. Interviews with
management understandings supported that majdrégnployees were not aware of

OPRAS.
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H|ldohave ®Alittlebit mNotsure B Notall @ m

2% c._

Figure 4.5: Knowledge on the use of OPRAS in Kinornmhi Municipal Council
Source: Field Data (2014)

4.2.7 Rate of Implementation of OPRAS at KinondonMunicipal Council
The findings showed that 55% of the respondentdedtahat OPRAS is
partiallyimplemented at Kinondoni Municipal Coun@b% somehow implemented,

4% fullyimplemented, 4 % poorly implemented and 28t implemented at all.

m Fully implemented  mPartially implemented = Somehow implemented

B Poorly immplemented W Not implemented at all ®
4% 2% 4% 0%

Figure 4.6: Rate of Implementation of OPRAS at Kinmdoni Municipal Council
Source: Field Data (2014)
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4.2.8 Set Performance Objectives Between Suborditesand Supervisor
The findings indicated that 37% of respondentsosak in a year with a supervisor
toset their performance objectives, 24 % sat tviica year, 8 % three times in a

year, 6 %of the respondents are not sure and 2érn

37.3
255
235
7.8
. ’
Once ina year Twice in a year Three times in Mot sure Mever
ayear

Figure 4.7: How often do you Sit with your Supervier to Set your Performance

Objectives?

Source: Field Data (2014)

The interview response from one Human ResourceasfBaid that she has never sat
with the supervisor to set her performance objestiv

“l used to convert my job description into my wddapl did not even

know that my work plan has to include the counsiiategic plan until

recently when | attended OPRAS training and infattog the facilitator”

4.2.9 Filled OPRAS Form
The findings from respondents indicated that 31%ehéilled OPRAS form

manytimes, 29% of respondents have filled OPRA&fonce in a year, 18 % of
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therespondents have filled OPRAS form twice in ary@% not sure and 20% of

therespondents have never filled in OPRAS formyear.

Twice Many times Mot sure Mever

Figure 4.8: Have you Ever Filled in the OPRAS Form?
Source: Field Data (2014)

The interview response from one driver said that
“From my experience the supervisors are more comegrwhether we
have filled the forms and not what is in the forbmscause if they paid
attention to the contents in the forms they wowdehrealized a long
time ago that we copy from each other’s forms ansl most likely that
if you look in my form and other drivers we havéten the same thing

even though we belong to different departments”

4.2.9.1 Giving Performance Feedback after Filling ®RAS form

The findings showed that 65 % of the respondemtemeeceived any performance
feedback after filling OPRAS form, 22% of respondereceived their performance
feedback on demand, 10% of respondents receivadpr@ormance feedback more

than one month and 4% of respondents received beiormance feedback within a

week.
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547
21.6
S.8
3-9 -

Within a week More than one On demand Mewver
month

Figure 4.9: How often do you get your Performance &edback after Filling
OPRAS Form?
Source: Field Data (2014)

4.2.9.2 Participation on OPRAS Training Organized kg Kinondoni Municipal
Councll

The findings showed that 78% of respondents did rpatrticipate at all on OPRAS

training organized by Kinondoni Municipal Council4% participated once in a

year, 6% participated twice in a year, and 2% pipdted many times.

78.4
13.7
59
2
I—

Once ina year Twicein a year Many times Mot at all

Figure 4.10:How often do you participate on OPRAS faining Organized by
Kinondoni Municipal Council?
Source: Field Data (2014)
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4.3 Research Findings and Discussion

This section presents the study findings from Kotam municipal council, which
has been precipitated from self-administered goestires and in depth interview.
The findings are presented with an attempt to ansiae research questions of the

study. The research questions that this sectidksgdeeanswer are:

() What are the factors hindering implementation ofRBB in Kinondoni

Municipal Council?

(i)  What are employees’ perceptions about OPRAS impi¢atien in Kinondoni

Municipal Council?

(i) What are the ways to improve the OPRAS implemeriain Kinondoni

Municipal Council?

4.3.1 Factors Hindering Implementation of OPRAS irKinondoni Municipal

Council
B Percent
56.9
275
5 g 7.8
- N
B
Strongly Disagree Meither Agres Strongly
dizagree agree nor agree
disagree

Figure 4.11: Lack of Adequate Knowledge and Expersie on OPRAS
Source: Field Data (2014)
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The study findings showed that 57% of respondetrtangly agree that lack of
knowledge and expertise on OPRAS hinders implemientaf OPRAS in LGASs in
Tanzania, 28% of the respondents agreed, 8% neitiree nor disagree and 6 % of

the respondents strongly disagree.

The study findings are supported by the study chyM|2012) who showed that a
large number of public servants are not well infedrabout OPRAS. She said that
most of the staff explained that little knowledbey have about OPRAS they did not
get it from their supervisor but from their felloemployees and some from their
children who are in the Universities or classmathe now have senior posts. Those
who have been trained have not been able to ddheegood. As the result acted as

the obstacle to the implementation of OPRAS invthele public service.

Table 4.1: Employees' Non - compliance with OPRAS

Valid
Frequency Percent| Percent | Cumulative Percent

Strongly disagree 2 3.9 3.9 3.9
Disagree 2 3.9 3.9 7.8
Zlizzz(:er:gree nor 5 9.8 9.8 17.6
Agree 20 41.2 41.2 58.8
Strongly agree 21 41.2 41.2 100.0
Total 50 100.0 100.0

Source: Field Data (2014)

The study findings showed that 41% of respondeintgly agree that employees’
non — compliance with OPRAS hinders implementattdnOPRAS in LGAs in
Tanzania, 41% of the respondents agree, 10% ne#bere nor disagree, 4%

disagree and 4 % of the respondents strongly disagr
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B Percent
41.2 41.2
9.8
3.9 39
I I
Strongly Disagree  Neither agree Agree Strongly agree
disagree nor disagree

Figure 4.12: Employees’ Non-compliance with OPRAS

The study findings are supported by the study aigStad et al (2012) his study
found serious challenges in the implementation ¢fRAS and health workers
expressed much reluctance in complying with OPRA®articular health workers’

expressed skepticism towards using numerical taigeterms of number of patients

attended as an indicator of performance.

Table 4.2: Lack of Management Support and Commitmenon OPRAS

implementation

Valid Cumulative
Frequency| Percent| Percent Percent
Valid |Disagree 5 9.8 9.8 9.8
gizzg?é:gree nor 2 3.9 3.9 13.7
Agree 15 294 29.4 43.1
Strongly agree 29 56.9 56.9 100.0
Total 50 100.0 100.0

Source: Field Data (2014)
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B Percent

56.9

0.3
39
N ..
Dizagree Meither agree nor Agree strongly agree

disagres

Figure 4.13: Lack of Management Support and Commitrant on OPRAS
Implementation

Source: Field Data (2014)

The study findings showed that 57% of respondetritingly agree that lack of
management support and commitment on OPRAS implatem hinders
implementation of OPRAS in LGAs in Tanzania, 29%# respondents agree, 4%

neither agree nor disagree and 10 % disagree

Table 4.3: Lack of Resources Committed on OPRAS Inipmentation

Frequenc Valid Cumulative
y Percent| Percent Percent

Valid |Strongly disagree 1 2.0 2.0 2.0

Disagree 3 5.9 5.9 7.8

Neither agree nor

) 3 5.9 5.9 13.7

disagree

Agree 16 33.3 33.3 47.1

Strongly agree 27 52.9 52.9 100.0

Total 50 100.0 100.0

Source: Field Data (2014)
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The study findings are supported by the study aigStad et al and Mlay (2012)
their study concur with the researcher findingsd @hey argued that lack of
commitment from the implementers lead to poor impmatation of OPRAS in
LGAs in Tanzania. The management did not take implgation of OPRAS as a

serious activity like any other activities.

m Percent
- -
strongly  Disagree Neither gree Strongly
disagree agree nor agree
disagree

Figure 4.14: Lack of Resources Committed on OPRAS1plementation
Source: Field Data (2014)

The study findings showed that 53% of respondetrtangly agree that lack of
resources committed on OPRAS implementation hintepgementation of OPRAS
in LGAs in Tanzania, 33% of the respondents ag#eneither agree nor disagree, 6

% disagree and 2% strongly disagree.

The study findings are supported by the study ofgStad et al (2012) they argued
that budgetary constraints and poor prioritizatwas another factor which makes
OPRAS implementation fail in Tanzania. The state aviilable resources in
implementation of OPRAS in Tanzania was less canngto be sufficient. It is

obvious that, resources were needed to supportnizagioon and employees
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objectives set due to this the most managers arplogees failed to achieve their
expected outcome as agreed, hence poor performameeurring argument was that

the shortage of resources at workplace made it @figult for health workers to

reach their targets.

Table 4.4: There is Pervasive Culture of Working byTradition

Valid Cumulative
Frequency| Percent| Percent Percent
Valid |Disagree 7 13.7 13.7 13.7
N'elther agree nor 4 78 78 216
disagree
Agree 18 37.3 37.3 58.8
Strongly agree 21 41.2 41.2 100.0
Total 100.0 100.0
Source: Field Data (2014)
M Percent
37.3

13.7

7.8

Disagree

Meither agree nor

disagree

Agree

Strongly agree

Figure 4.15: There is Pervasive Culture of Workingoy Tradition

Source: Field Data (2014)
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Furthermore, the study findings are supported ey study of Mlay (2012) who
argued that delays in financial disbursement toallogovernment authorities,
government departments and agencies affect timelivey of service to the
citizens. It also disrupts individual employee peniance. In this situation, OPRAS

is not well implemented.

The study findings showed that 41% of respondetrtngly agree that there is
pervasive culture of working by tradition which tars implementation of OPRAS
in LGAs in Tanzania, 37% of the respondents ag8&e neither agree nor disagree,
14% disagree The study findings are supported dystihdy of Songstad et al (2012)

they argued that:

Table 4.5: Lack of Appropriate Policy on OPRAS

Frequenc Valid Cumulative
y Percent| Percent Percent

Valid |strongly disagree 1 2.0 2.0 2.0
Disagree 4 7.8 7.8 9.8
:izr;::gree nor 4 7.8 7.8 17.6
Agree 51 314 31.4 49.0
Strongly agree 26 51.0 51.0 100.0
Total 50 100.0 100.0

Source: Field Data (2014)

The study findings showed that 51% of respondetrtangly agree that lack of
appropriate policy on OPRAS hinders implementat@fnOPRAS in LGAS in
Tanzania, 31% of the respondents agree, 8% neitiree nor disagree, 8% disagree

and 2% strongly disagree.



53

B Percent
51
314
7.8 7.8
: H B
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strongly disagree Disagree Neither agree nor Agree Strongly agree

disagree

Figure 4.16: Lack of Appropriate Policy on OPRAS
Source: Field Data (2014)

The study findings are supported by the study otddve (2009) he argued that
implementation of OPRAS is not effective and notlwaplemented because there

IS no clear policy which give direction and emphkassn OPRAS implementation.

Table 4.6: Political Interference

Valid Cumulative
Frequency| Percent | Percent Percent
Valid [strongly disagree 2 3.9 3.9 3.9

Disagree 7 13.7 13.7 17.6
Neither agree nor 9 176 17.6 353
disagree

Agree 9 19.6 19.6 54.9
Strongly agree 23 45.1 45.1 100.0
Total 50 100.0 100.0

Source: Field Data (2014)
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B Percent

45.1
176 19.6
137
3.9 . I
.

strongly Disagree  Neither agree Agree Strongly agree
disagree nor disagree

Figure 4.17: Lack of Appropriate Policy on OPRAS
Source: Field Data (2014)

The study findings showed that 45% of respondetrtangly agree that political
interference hinders implementation of OPRAS in ISGA Tanzania, 20% of the
respondents agree, 18% neither agree nor disatfée,disagree and 4% strongly
disagree. The study findings are supported by thdysof Songstad et al (2012)
which revealed that interferences were from theraemgovernment and politician

which instituted their own directives on implemeditua of OPRAS.

Table 4.7: Lack of feedback on Employee's Performare

Frequenc Valid Cumulative
y Percent| Percent Percent
Valid |strongly disagree 4 7.8 7.8 7.8
Disagree 4 7.8 7.8 15.7
gizzgc:;:gree nor 3 5.9 5.9 21.6
Agree 11 23.5 235 45.1
Strongly agree 28 54.9 54.9 100.0

Source: Field Data (2014)
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® Percent
54.9
23.5
7.8 7.8 59 l
] ] 1
strongly Disagree Neither agree Agree Strongly
disagree nor disagree agree

Figure 4.18:Lack of Feedback on Employee’s Perfornrece
Source: Field Data (2014)

The study findings showed that 55% of respondetrtangly agree that lack of
feedback on employee’s performance hinders impléatien of OPRAS in LGAS in
Tanzania, 24% of the respondents agree, 6% neitiree nor disagree, 8% disagree
and 8% strongly disagree. The interview responsem fone Record management
assistant said OPRAS is intended to evaluate pedioce and to provide feedback to
the employee. In practice, however, OPRAS appeamdbe used for providing
feedback:

“We would request that feedback is given to us,abse it is a

difficult process to fill in the OPRAS form. Youttis work and you

don’t get any feedback. It becomes tiresome andimgigss, wasting

our time and effort almost for nothing, feedback visry much

needed”.
The study findings are supported by the study afgStad et al (2012) they argued
that the poor implementation of the feedback meisnanand health workers’

experience of not seeing any tangible benefits BRAS. Health workers claimed
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that they did not receive regular feedback on tbekwhey performed. They further
argued that OPRAS was intended to evaluate perfzenand to provide feedback
to the employee, but in practice, OPRAS appeared beoused for providing

feedback on employee’s performance.

Table 4.8: OPRAS is not Linked to Rewards or Sanabns

Valid Cumulative
Frequency| Percent| Percent Percent
Valid |strongly disagree 1 2.0 2.0 2.0
Disagree 3 5.9 5.9 7.8
N_elther agree nor 3 59 59 13.7
disagree
Agree 17 35.3 35.3 49.0
Strongly agree 26 51.0 51.0 100.0
Total 50 100.0 100.0
Source: Field Data (2014)
m Percent 51
353
5 5.9 59
— || ||
strongly Disagree Neither Agree Strongly
disagree agree nor agree
disagree

Figure 4.19: OPRAS is not Linked to Rewards or Sarions
Source: Field Data (2014)

The study findings showed that 51% of respondemtsgly agree that OPRAS is
not linked to rewards and sanctions, this hindeqgiémentation of OPRAS in LGAs

in Tanzania, 35% of the respondents agree, 6% aredlgree nor disagree, 6%
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disagree and 2% strongly disagree. The study fgelare supported by the study of
Mlay (2012) which revealed that decisions such esmptions, transfers, best
performing employee of the year and even trainipgootunities are not based on the

performance evaluation feedback but mostly on séyiand personal relations.

Table 4.9: Performance Target are Vague or too Easp Meet

Valid Cumulative
Frequency| Percent| Percent Percent
Valid |strongly disagree 3 5.9 5.9 5.9
Disagree 4 7.8 7.8 13.7
N'elther agree nor 2 39 39 176
disagree
Agree 13 27.5 27.5 45.1
Strongly agree 28 54.9 54.9 100.0
Total 50 100.0 100.0
Source: Field Data (2014)
m Percent 349
27.5
5.9 7.8 39
|| [ ] —
strongly Disagree Neither agree  Agree Strongly
disagres nor disagree agree

Figure 4.20: OPRAS is not Linked to Rewards or Sarions

Source: Field Data (2014)
The study findings showed that 55% of respondeintgly agree that performance
targets are vague or too easy to meet, this hindgtementation of OPRAS in LGAs

in Tanzania, 28% of the respondents agree thabipeaihce targets are vague or too
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easy to meet, 4% of the respondents neither agredisagree, 8% disagree and 6%

strongly disagree.

The study findings are supported by the study ofyM(2012) argued that the
weakness of OPRAS is that you find that an empldyeea job description in which

its target cannot be measured or evaluated.

4.3.2 Findings on Employees’ Perceptions about G®AS Implementation in

Kinondoni Municipal council

Table 4.10: OPRAS has Facilitated my Promotion an&Rewards

Cumulative
Frequency | Percent| Valid Percent Percent

Valid |Strongly disagree 23 47.1 47.1 47.1

Disagree 10 19.6 19.6 66.7

N.elther agree nor 5 118 11.8 78.4

disagree

Agree 8 15.7 15.7 94.1

Strongly agree 3 5.9 5.9 100.0

Total 50 100.0 100.0

Source: Field Data (2014)

The study findings showed that 6% of respondemtsgly agree that OPRAS has
facilitated their promotion and rewards, in LGAs ifanzania, 16% of the

respondents agree, 12% neither agree or disagfedishgree and 47% strongly
disagree. Therefore the views of majority of resfenis are that OPRAS results are

not used for promotion and rewards.
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B strongly disagree M Disagree ® Neither agree nor disagree M Agree H Strongly agree ®

0%

6%

Figure 4.21: OPRAS has Facilitated my Promotion andRewards
Source: Field Data (2014)

The interview response from one Human resourceafBaid OPRAS is an external
and foreign exercise that is implemented due tturiiin traditional appraisal
systems in Tanzania and mostly pressurized by #heeldpment partners. The
interviews on this aspect actually came from higtaeking officer and the general
perception is passive. In other words OPRAS dodshage adequate number of
believers. The interview response from one Headlegartment summarizes the
perception

“OPRAS was just brought to us, we have no choi¢dgditollow it, because

if you don’t you get into trouble, just think of Hlese papers and then think

of meeting all employees for appraisal meeting, 'tdgou see it is

impossible. Who can be able to set objectives witknowing whether the

funds will come, we have no resources, what we iglaot what we do; we

operate on fire brigade mechanisms. Implementatib®@PRAS is wastage

of time and resource”.
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Table 4.11: OPRAS has helped me to Improve my Commication and

Relationship with my Supervisor

Cumulative
Frequency| Percent | Valid Percent Percent
Valid |strongly disagree 21 41.2 41.2 41.2
Disagree 10 19.6 19.6 60.8
gizzgc:;:gree nor1p 23.5 23.5 84.3
Agree 7 13.7 13.7 98.0
Strongly agree 2.0 2.0 100.0
Total 50 100.0 100.0
Source: Field Data (2014)
H Percent

Strongly agree

Agree

Neither agree nor disagree
Disagree

strongly disagree

41.2

Figure 4.22: OPRAS has helped me to Improve my Comumication and

Relationship with my Supervisor

Source: Field Data (2014)

The study findings showed that 2% of respondemtsgly agree that OPRAS has

facilitated their promotion and rewards, in LGAs ifanzania, 14% of the

respondents agree, 24% neither agree or disagfedihgree and 41% strongly

disagree. Therefore the views of majority of resfenis are that OPRAS has not



61

helped Kinondoni Municipal workers to improve thegommunication and

relationship with their supervisor.

Table 4.12: OPRAS has Facilitated me to get my WorRerformance Feedback

Valid Cumulative
Frequency| Percent| Percent Percent

Valid |strongly disagree 25 49.0 49.0 49.0
Disagree 11 21.6 21.6 70.6
gizzché:gree nor 4 7.8 7.8 78.4
Agree 8 15.7 15.7 94.1
Strongly agree 3 5.9 5.9 100.0
Total 50 100.0 100.0

Source: Field Data (2014)

B BN Percent

Strongly agree [F——

A e s 157

Meither agree nor disagree s
DA e N 016

strongly disagree ———————————

Figure 4.23: OPRAS has Facilitated me to get my WarPerformance Feedback

Source: Field Data (2014)

The study findings showed that 6% of respondemtsgly agree that OPRAS has
facilitated employee’s to get their work performarieedback, in LGAs in Tanzania,
16% of the respondents agree, 9% neither agreesagrée 22% disagree and 49%

of respondents strongly disagree. Therefore thersy@&f majority of respondents are
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that OPRAS has not facilitated Kinondoni Municipabrkers to get their wor

performance feedbac

Table 4.13:0PRAS has Made me to et my Performance Objectivesin

Consultation with my Supervisor

Valid Cumulative
Frequency | Percent| Percent Percent

Valid [strongly disagre 22 43.1 43.1 43.1
Disagree 8 15.7 15.7 58.8
:izgg?;:gree ne 7 13.7 13.7 72.5
Agree 9 19.6 19.6 92.2
Strongly agre 4 7.8 7.8 100.0
Total 50 100.0 100.0

Source: Fieldata (2014

Strongly agre. Percent
8%

Neither agret
nor disagre
14%

Figure 4.24:0OPRAS has Made me to Set my Perfornnce Objectives n
Consultation with my Supervisol

Source: Field Data (201

The study findings showed that 8% of respondemtsgly agree that OPRAS h
made possible for employee’s to set their perfograabjectives in consultatic
with their supervisor, in LGAs in Tanzania, 19% tbe respondents agree, 1.

neither agree or disagree 16% disagree and 43%spbndents strongly disagr
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Therefore the views of majority of respondents drat OPRAS has not made
employees of Kinondoni Municipal council to setithgerformance objectives in

consultation with their supervisor.

Table 4.14: OPRAS has helped my Work Performance tbe Evaluated and
Measured Fairly

Valid | Cumulative
Frequency| Percent| Percent Percent

Valid |Strongly disagree 20 39.2 39.2 39.2
Disagree 7 13.7 13.7 52.9
Neither agree nor disagrg 10 19.6 19.6 72.5
Agree 12 235 235 96.1
Strongly agree 2 3.9 3.9 100.0
Total 50 100.0 100.0

Source: Field Data (2014)

Percent

mstrongly disagree W Disagree W Neither £ —-- =2 nor disagree W Agree W Strongly agree m

4% 0%

Figure 4.25: OPRAS has helped my Work Performanceotbe Evaluated and
Measured Fairly

Source: Field Data (2014)

The study findings showed that 23% of respondamntmgly agree that OPRAS has
made their work performance to be evaluated andsumed fairly, in LGAS in
Tanzania, 19% of the respondents agree, 20% neithiee or disagree 14% disagree

and 39% of respondents strongly disagree. Therefiogeviews of majority of
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respondents are that OPRAS has not helped emptoyesrk performance to

evaluated and measured fairly.

Table 4.15: OPRAS has helped me to improve my WorRerformance and

Service Delivery

be

Valid Cumulative
Frequency | Percent| Percent Percent
Valid |strongly disagree 22 43.1 43.1 43.1
Disagree 8 15.7 15.7 58.8
Neither agree nor disagre 5 9.8 9.8 68.6
Agree 9 19.6 19.6 88.2
Strongly agree 6 11.8 11.8 100.0
Total 50 100.0 100.0
Source: Field Data (2014)
Percent

0%
Strongly agree

12%

Meither agree nor
disagree
10%

Figure 4.26: OPRAS has helped me to improve my WorRerformance and

Service Delivery

Source: Field Data (2014)

The study findings showed that 12% of respondemtsgly agree that OPRAS has

helped them to improve their work performance aewxvise delivery, in LGAS in

Tanzania, 19% of the respondents agree, 10% neititee or disagree 14% disagree

and 43% of respondents strongly disagree. Therefioeeviews of majority of
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respondents are that OPRAS has not helped emps to improve their worl

performance and service delive

Table 4.16: OPRAS has helped me to Identify my Strengths and ‘eakness on
Work Performance

Valid | Cumulative
Frequency Percent| Perceni Percent

Valid |strongly disagre 26 51.0 51.C 51.0
Disagree 4 7.8 7.8 58.8
Neither agree nor disag! 4 7.8 7.8 66.7
Agree 13 27.5 27.5 94.1
Strongly agre 3 5.9 5.€ 100.0
Total 50 100.0 100.(

Source: Field Data (201

Strongly agree
6% Percent

0%

Neither agre:
nor disagree¢

8% Disagree

8%
Figure 4.27 OPRAS has helped me to ldentify my Strengths and Weaknesm

Work Performance
Source: Field Data (201

The study findings showed that 6% of respondemtgly agree that OPRAS h
helped them to identify their strengths and weakmmaswork performance, inGAs

in Tanzania, 27% of the respondents agree, 8% earedlgree nor disagree ¢
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disagree and 51% of respondents strongly disadiesrefore the views of majority

of respondents showed that OPRAS has not helpedogegs to identify their

strengths and weakness on work performance.

4.3.3 Findings on ways to improve the Implementatn of OPRAS in LGAs in

Tanzania

Table 4.17: Training on OPRAs

Cumulative
Frequency| Percent |Valid Percent| Percent
Valid |Strongly disagree 2 3.9 3.9 3.9
Disagree 2 3.9 3.9 7.8
Agree 9 17.6 17.6 25.5
Strongly agree 38 74.5 74.5 100.0
Total 50 100.0 100.0

Source: Field Data (2014)

The study findings showed that 75% of respondetntgly agree that training on
OPRAS can be the better way to improve OPRAS ankkentamore friendly and
implementable, in LGAs in Tanzania, 18% of the oegfents agree, 4% disagree
and 4% strongly disagree.
The head of human resource and administration ttapat explained,
“1 can honestlhgaywe are not fully competent in this new system of
appraising employees because still some of us gtudo
understand the key issues, and if the governmemtdaito train us
we can be competent or just aware of the systemukedhere are
so many other things which are not clear. As forinneed more

training”
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Table 4.18: Allocation of Resources for OPRAS Implaentation

Valid Cumulative
Frequency Percent Percent Percent
Vvalid |Disagree 1 2.0 2.0 2.0
Agree 14 294 294 31.4
Strongly agre 35 68.6 68.6 100.0
Total 50 100.0 100.0

Source: Field Data (2014)

The study findings showed that 69% of respondemisigly agree that allocation of
resources can help to improve OPRAS implementadimh make it more friendly
and implementable, in LGAs in Tanzania, 24% of tespondents agree, 2%

disagree.

Table 4.19: Management Support and Commitment

Valid Cumulative
Frequency | Percent| Percent Percent
id |Neither agree nor

valid 1% J 3 5.9 5.9 5.9
disagree
Agree 11 23.5 23.5 29.4
Strongly agree 36 70.6 70.6 100.0
Total 50 100.0 100.0

Source: Field Data (2014)

The study findings showed that 70% of respondemisigly agree that management
support and commitment can help to improve OPRABlementation and make it
more friendly and implementable, in LGAs in Tanzan24% of the respondents

agree, 3% neither agree nor disagree.
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Table 4.20: Linking OPRAS Performance Results witiPromotion, Salary

Increment, Transfer, Incentives, Awards and Sanctins

Valid Cumulative
Frequency | Percent| Percent Percent

Valid |Strongly disagree 1 2.0 2.0 2.0
Disagree 1 2.0 2.0 3.9
g;gzz;gree nor 2 3.9 3.9 7.8
Agree 10 21.6 21.6 294
Strongly agree 36 70.6 70.6 100.0
Total 50 100.0 100.0

Source: Field Data (2014)

The study findings showed that 71% of respondettsngly agree that linking
OPRAS performance results with promotion, salagrement, transfer, incentives,
rewards and sanctions can help to improve OPRASeimgntation and make it
more friendly and implementable, in LGAs in Tanzan22% of the respondents

agree, 4% neither agree nor disagree, 2% disage2% strongly disagree.

Table 4.21: Provide Regular Feedback on EmployeeRerformance

Valid Cumulative
Frequency| Percent| Percent Percent
Valid |Strongly disagree 2 3.9 3.9 3.9
:izr;::gree nor 1 2.0 2.0 5.9
Agree 9 19.6 19.6 255
Strongly agree 38 74.5 74.5 100.0
Total 50 100.0 100.0

Source: Field Data (2014)

The study findings showed that 75% of respondemtsgly agree that providing

regular feedback on employee’s performance can helpimprove OPRAS
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implementation and make it more friendly and impdetable, in LGAs in Tanzania,
20% of the respondents agree, 2% neither agreedisagree and 4% strongly

disagree.

Table 4.22: Employees' Ownership of the System

Valid Cumulative
Frequency | Percent| Percent Percent
Valid |Strongly disagree 1 2.0 2.0 2.0
gliizzfer:gree nor 3 5.9 6.0 8.0
Agree 21 41.2 42.0 50.0
Strongly agree 25 49.0 50.0 100.0
Total 50 100.0 100.0

Source: Field Data (2014)

The study findings showed that 49% of respondemntsmgly agree that employees’
ownership of the system can help to improve OPRASlementation and make it
more friendly and implementable, in LGAs in Tanzand1% of the respondents

agree, 6% neither agree nor disagree and 2% syrdisgigree.

Table 4.23: Supportive Policies and Legal Framework

Valid Cumulative
Frequency| Percent| Percent Percent

Valid |Disagree 1 2.0 2.0 2.0

N_elther agree nor 5 39 39 59

disagree

Agree 14 294 294 35.3

Strongly agree 33 64.7 64.7 100.0

Total 50 100.0 100.0

Source: Field Data (2014)
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The study findings showed that 65% of respondetitsgly agree that supportive
policies and legal framework can improve OPRAS enpéntation and make it more
friendly and implementable, in LGAs in Tanzania%29f the respondents agree, 4%

neither agree nor disagree and 2% disagree.

Table 4.24: Set Clear Performance Targets which arkleasurable

Valid Cumulative
Frequency Percent| Percent Percent

Valid |strongly disagree 1 2.0 2.0 2.0
Disagree 1 2.0 2.0 3.9
:izr;::gree nor 1 2.0 2.0 5.9
Agree 10 21.6 21.6 27.5
Strongly agree 37 72.5 72.5 100.0
Total 50 100.0 100.0

Source: Field Data (2014)

The study findings showed that 73% of respondemtsigly agree that setting clear
performance targets which are measurable can helpintprove OPRAS
implementation and make it more friendly and impdetable, in LGAs in Tanzania,
22% of the respondents agree, 2% disagree, 2%enetiree nor disagree and 2%

strongly disagree.
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CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1 Introduction

This chapter aims at summarizing the findings ef $kudy. It briefly highlights the
statement of the problem, the main objective ofdtugly, the specific objectives of
the study and the major highlights of the literatteview. The methodology that was
employed, the conclusions, recommendations and opeup areas for further

research.

5.2 Summary

This study set out to investigate on factors whnader implementation of open
performance review and appraisal system in LocaleBonent Authorities in
Tanzania special attention given to Kinondoni migatcouncil. The Government
of Tanzania has adopted open performance revievappiisal system (OPRAS) in
the central and local government which were evatliand it was found that it is not

well implemented.

The study findings indicate that majority of resgents did not have sufficient
knowledge on the use of open performance review apgraisal system in
Kinondoni municipal council.Furthermore, the stufilydings revealed that there
were a number of factors which hinders implemeatatof OPRAS in LGAS in
Tanzania, especially in Kinondoni municipal coundihese includes; inadequate
knowledge and expertise on the use of OPRAS, naompliance with OPRAS

system, lack of management support and commitmer@®®BRAS implementation,
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lack of appropriate policy on OPRAS, political irfegence, pervasive culture of
working by tradition, lack of feedback given on dayge’s performance, OPRAS is
not linked to rewards or sanctions and performdaogets are vague or too easy to
meet.The study has confirmed that OPRAS is not wefllemented in LGASs in

Tanzania due to the above mentioned factors.

Moreover, respondents gave their views on the beitgs to improve OPRAS and
make it more friendly and implementable. Theseude] training on OPRAS this
can either being attending training outside thekptarce or in —house training which
can be facilitated by senior managers who have baamed on the use of OPRAS,
allocation of resources for OPRAS implementationanagement support and
commitment, linking OPRAS performance results vatbmotion, salary increment,
transfer, incentives, rewards and sanctions, peovégdular feedback on employee’s
performance, ownership of the system by employsasportive policies and legal

framework as well as setting clear performanceetarg/hich are measurable.

5.3  Conclusions

One may conclude by saying that despite the Govenhnefforts to introduce

OPRAS it has not been in a position to develop @ wnd effective Open

Performance Appraisal System. The findings of #tigly indicate that OPRAS does
not work as intended due to lack of knowledge axukedise of the implementers,
the poor implementation of the feedback mechanisthl&5As’ workers experience

of not seeing any tangible benefits of OPRAS andrpmodalities of setting

individual goals and measuring performance. Irug to say that an effective Open

Performance Review and Appraisal System demand®raughly reform process
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which can only be achieved by a paradigm shiftrgaaization culture and mindset
which would be supported by both senior managerardtpolitical heads with the

collaboration of the all potential stakeholders.

Therefore, there is need for the Government of @a@through the coordinating
Ministry, to prepare physical and human resourdé wkpertise in Human Resource
Management and wide experience preferably in thlel fferformance Management
to enable it to pro act and respond positively ithhe needs of organizations.
Furthermore, there are some pre —requisites fecefie implementation of OPRAS

that have not been fully met under the current em@ntation environment.

It is virtually impossible to implement the curresmployee performance appraisal
system if these pre — requisites are not met. Tiret pre — requisite is the
institutionalization of work planning at the indiial level. The second pre —
requisite is institutionalization of an activity d&d budgeting and activity based
financial accounting and management systems thatirenapproved funds are
safeguards at the individual level. In this wayffstgontinue to plan and manage

their own operations and budget during implemeoiati

5.4  Recommendations

Based on the findings of this study, the researchwkes the following

recommendations:

() There is a need to enhance OPRAS training to bo#magement and
subordinate

(i)  The use of OPRAS information on selection of thet lgerformers who are

normally rewarded during worker's day. The curregstem recognizes the
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best performers by votes. OPRAS should be usebeasertly tool to measure
performance.

(i) There is a need for allocating sufficient resoufceOPRAS implementation

(iv) There is a need of linking OPRAS performance reswlth promotion, salary
increment, transfer, incentives, rewards and sansti

(v) Provide regular feedback on employee’s performance

(vi) Employees’ ownership of the system

(vii) There is a need to ensure policy makers formulappartive policies which

will enhance effective OPRAS implementation in LGASTanzania.

5.4 Implications of the Study Findings

From the findings, poor implementation of OPRAS tle manifestation of
unsuitability of OPRAS to Tanzanian culture andismnment setting. This implies
that the introduction of OPRAS included the examttent as that of the western
countries without any consideration on the consegeielue to differences in culture,
economy, and political differences as well as sg#ti of two societies. The
implication is that OPRAS is not well-matched t@ thanzanian culture hence the
need to mold the reform so as to make it apprapaat well-suited for it to fit to the

culture of Tanzanian.

Regarding financial resources, the findings shoat #inondoni municipal council
had inadequate resources to fund the effectivee@mehtation of OPRAS. It was
learned due to overlapping implementation of refotime council had to distribute

their revenues to cover expenses of implementinfjiptel reforms and policies at
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the same time hence fewer funds per reforms ounds at all for some reforms due
to the priorities being given to other matters sashsalaries, allowances and road
constructions. Owing to this the council had natrbable to train well the appraisers
and the junior staff. But in the beginning when @#Rwas introduced it was funded
by the World Bank in which there was reliable finags to support OPRAS and its
when most of heads of department were trained. itpéies that adequate financial

resources render continuity and determination énirtiplementation of OPRAS.

5.5 Limitationof the Study and Suggestionsfor Futte Research

Generalization is a challenge to all researchers ghploy a qualitative method of
research. This study is no exception, as it is alitgdive research with limited
geographical area, which covered only one locakguwent authority in Tanzania,
out of 116 local government authorities. Desphie timitations the study has
brought some insight on the factors hindering tmplémentation of OPRAS in

LGAs in Tanzania.

It is suggested that further empirical research lobarundertaken focusing on the

following:

(i) This study covered only one local government aiiypdn Tanzania, the
similar research should be conducted in other Igmalernment authorities
across the country so as to get more insight mecfdctors hindering effective
implementation of OPRAS in local government autiesiin Tanzania.

(i)  The researcher also recommended that other reseautth be conducted on

what extent OPRAS has been implemented in the L@Asinzania.
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APPENDICES

Appendix |: Research questionnaires

Dear Respondent;

My name is Donasian Mbonea, a student at Open Biiyeof Tanzania pursuing
Master of Human Resources Management. | am cuyrelting a research titled
“Evaluating factors hindering implementation of open performance review and
appraisal system (OPRAS) in local government authdtres in Tanzania”.

Please, | would like to request you to kindly spswee time to fill up this
guestionnaire

1. Your gender
(@ Male L_1 (b) Fema ]

2. Your age

@21-3—1 (®31-[ ] )4e-50[] (d)5landabd ]

3. Designation level of the respondents
(a)Head of Departmeg—] epior Manage[ }) Supervisor [ ]

(d) Junior staff ] (e) any other (spgci

4. Academic qualifications

(a)Ordinary level | (b) Advance% (c) Certificatd |
(d) Diploma[ | (e) University deg (f) Master's degreg ]

(@ PhO ] (h) any other (Specify)

5. Do you have any knowledge on the use of OPRAS
Idohavg ] alittleb ] note[_] notimportafl ] notaf ]

6. How do you rate the implementation of OPRAS in yorganization?
Fully implemente{ |  partially implemen{ | somehow implemen{___]
Poorly implementel ] not implementedla [ ]

7. How often do you sit with your supervisor to setur performance objectives
Onceinayed ] twiceinay{__] threetimesinaye[ | noty |
never___]

8. Have you ever filled in the OPRAS form?
Oncel 1 twicC_] manytinl__1 notsurC_] ney ]

9. How often do you get your performance feedback &fteng OPRAS form
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Within aweek [ ] withinone mon___ | more than one mon[___|
Ondemar ™ ] ney |

10. Have you participated in OPRAS training organizgd&imondoni Municipal
Council?

Onceinayed Jiceinayear [_many tinotso | L1

Not at all [

11. In your opinion what do you think are the main éast which hinder the
implementation of OPRAS in LGAs in Tanzania? ¢tade the level of
agreement by ticking (v) one from the numbers mgiagainst each question.
(Please usé= strongly disagree;2 =disagree; 3 = neither agrem disagree;
4= agree; 5=strongly agree)

S/N | Questior 112 (3 |4 |5

a | Lack of adequate knowledge and expertise
OPRAS

b | Employees’ noi-compliance withOPRAS

¢ | Lack of management support and commitmen
OPRAS implementatic

d | Lack of resources committed on OPR
implementatio

e | There is pervasive culture of working |
traditior

f | Lack of appropriate policy on OPR.

g | Political interferenc
h

Lack of feedback on employee’s performe

[ OPRAS is not linked to rewards or sancti

] Performance targets are vague or too easy tc

Any other (Specify)

12. What is your opinion on the implementation of ogEnformance review and
appraisal system (OPRAS) in LGAs in Tanzania? lkmgicthe level of
agreement by ticking (v) one from the numbers giagainst each question.
(Please usé= strongly disagree; 2 =disagree; 3 = neither agneor disagree;
4= agree; 5=strongly agree)

S/N | Questior 1123|415

a OPRAS has facilitated my promotion and rew

b OPRAZS has helped me to improve my communica
and relationship with my supervit

o OPRAS has facilitated me to get my w
performance feedback
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d OPRAS has made me to set my perform:
objectives in consultation with my supervis

€ OPRAS has helped my work performance t
evaluated and measured fa

f OPRAS has helped me to improve my w
performance & service delive

g OPRAS has helped me to identify my strengths
weakness on work performai

Any other (specify)

13. In your opinion, what can be done to imprdweimplementation of open
performance review and appraisal system (OPRASEIAS in Tanzania?
(Please usi= strongly disagree; 2 =disagree; 3 = neither agmor disagree;
4= agree; 5=strongly agree)

S/N | Questior 112|345
a Training on OPRAS

b Allocation of resources for OPRAS implementa

o Management support and commitrr

d Linking OPRAS performance results with promoti
salary increment,transfer,incentives,rewards & sans
€ Provide regular feedback on employee’s perform

f Employees’ ownership of the syst

g Supportive policies & legal framewc

h Set clear performance targets which are meas

Any other (specify)

Thank you very much for your response
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Appendix Il Interview Guide

a) Questions for the Heads of Department

1.

2.

10.

How do you define OPRAS?

Public servant performance is measured by fillimg ®PRAS forms. How
applicable are the forms in relation to the aatgiin your department?
How often do you sit with your subordinates totbeir performance
objectives?

Have you participated in OPRAS training organizgd&bondoni Municipal
Council?

How many OPRAS training sessions have been admiesto you as an
appraiser?

Do you think the government has provided enoughitrg and support to
implement OPRAS in Local government authorities?

Would you say the employees in this council esplgdiae one in your
department, have enough knowledge regarding opdorpgnce review and
appraisal system?

How often do you evaluate the performance of thpleyees in your
department?

You as an implementer do you think you have endugtwledge about
OPRAS in order to assist and evaluate those urae? y

How do most public servant perceive open perforraaaeiew and appraisal

system from your experience?
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11. In your opinion what do you think are the main éastwhich hinder the
implementation of OPRAS in LGAs in Tanzania?

12. From your experience what can be done to improygamentation of OPRAS
in LGAs in Tanzania?

b) Questions for the Junior staff (middle and lower cdre)

1. What do you know about OPRAS?

2. Have you ever filled in the OPRAS forms? How mames in one year?

3. Have you ever been evaluated and receive your avaibufeedback?

4.  Would you say you have enough knowledge about OPRAS

5. Have you been trained about OPRAS with your heatepartment?

Thank you for your response and cooperation
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Appendix 1l Letter of Introduction

THE OPEN UNIVERSITY OF TANZANI2
FACULTY OF BUSINESS MANAGEMENT
Office of the Dean
Tel: 4255 22 266 7450
+255 22 266 6376

Fax: +255 22 266 8759
Email: dfbm@out.ac.tz

Kawawa Road, Kinondoni
P.O. Box 34705
Dar es Salaam,

TANZANIA
Website:

bt_,tp://w_\n‘_gw.out.ac.tz/fbm/
Ref. No:  OU' '/FBM/TEMB/\/VOI,.4/83 26% August, 2014

TO WHOM IT MAY CONCERN

Dear Sivr/Madam,

REINTRODUCTION OF MR. MBONEA, DONASIAN (REG No. HD/B/036/T.13)

The purpose of this communication is to introduce to you Mr. Mbonea Donasian a

student in our Faculty of Business Management of the Open University of Tanzania
pursuing Masters in [ luman Resources Management (MITRM).

Cuorge has comple the course work partand is supposed to conduct a research
in partial fulfillment of the requirements for the stated MITRM degree programume. I'le is
researching on “EVALUATING FACTORS HINDERING IMPLEMENTATION or
OPEN PERFORMANCE REVIEW AND AFPRAISAL SYSTEM IN:  LOCAL
GOVERNMENT AUTHORITIES IN TANZANIA”.

I humbly request your office to allow him access to your office for the purpose of data
cotiection, interviews and any other resourceful materiais he may need.

I thank you in advance for your continued support and sincerely hope that you will
accord him the necessary cooperation.

Yours sincerely,

THE OPEN UNIVERSITY OF T

i
Mr. GA‘I@W fort
COORDINATOR — MASTERS PROGRAMME
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Appendix IV: Research Permits

KINONDON!I MUNICIPAL COUNCIL Dt B%“m

gl AT
Al T ORREEFONDENCEE T 38 ADDEHELEES 1D THE MICNETIPA] DISDTOR 1 ol (—r‘:":’f{

Tel: 170173 . | MKURUGENTI WA MANISPAA / \
gl Otk )
Fax: Z1726048 MANISFAA YA KINCNDON), 7, Y
5 L F. 31902 B |f|'|‘zl—‘.rf—
M ey pleass quots: IMORDGORD ROAD,

TAGES DAR ES SALAAM,

[l S S T

Date 2/09/2014

shoamso Dorctian,
Comwoivadl Roord, Kinanceni,
£ Q. Box 34705,

DAR ES SaLaamM,

=E: RESEARCH FERMIT

Fefar to the abows hzading.

I am clogseg te inform wau ficT yeur
d 2y the Municipo Dirgotor, ar
[rzrv1 September 2014

" Eg e ] zd
CILIENILE. TS PsR]

o s offored

Uoon recaiol ot this lorlern, pleasc reoot ~2 the Municipal Head
ot departmeants for comronoermant of your ressarch.

Homing 1o see you soah.

AE Tutibs
=arn THE MUNICIPAL DIRECTOR
KIMNOMDOMI]

8 ol A 6

(103

oordingior-rMdasterPrograrmtre,
Korescpe Rocd, K nondarn,
PO Bux 34705,
DAR EZ SALAAM,
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